This study explored the possibility that encouraging women to behave more dominantly in leadership situations will undermine their effectiveness rather than increase it. As predicted, women who enacted a dominant approach were found to be somewhat less influential overall than women who enacted a considerate, problem-solving approach and significantly less influential when they supervised male rather than mixed-sex subordinates. Women 
). However, a consensus is emerging that, contrary to our stereotypes, women are not less dominant, less goal directed, or less confident than men when they attain or are given leadership positions (Bartol & Martin, 1986; Catalyst, 1986; Dion, 1985; Hollander & Yoder, 1980; Morrison, White, & Van Velsor, 1987 (Haccoun, Sallay, & Haccoun, 1978; Rosen & Jerdee, 1973; Wiley & Eskilson, 1982) and have less satisfied subordinates (Petty & Lee, 1975; Petty & Miles,1976; Roussell, 1974) than men who behave the same way. The real dilemma for women leaders, then, may be that they must somehow learn to be strong enough to inspire confidence without violating society's proscriptions against aggressiveness in women. From this perspective, encouraging women to behave more assertively when in leadership positions may be very poor advice indeed. It is probably unnecessary in the first place, and it may cause them to be resisted, rejected, and disliked. The study described here examined the possibility that advice to &dquo;act more like a man&dquo; will undermine a woman's effectiveness as a leader rather than increase it.
To explore the impact of a woman's approach upon her effectiveness as a leader in an interactive situation, data were collected using a managerial simulation. Maier's Change-of-WorkProcedures case was used (Maier, Solem & Maier, 1975 (Costrich, Feinstein, Kidder, Marecek, & Pascale, 1975) , and to a lone woman in their midst (Eskilson & Wiley, 1976; Webber, 1976; Wolman & Frank, 1975) (Hoffman, Harburg, & Maier, 1962) . The integrative solutions are better because they capitalize on the workers' strengths (such as rotating between their two best positions) and at the same time, meet the workers' needs for job variety.
In several previous studies, mixed-sex groups tended to produce more of the higher quality integrative solutions than same-sex groups (Hoffman & Maier, 1961; Hoffman et al., 1962) . All of the groups in the present study were mixed-sex groups, though in some the supervisor was the only woman present. Thus one might expect a high proportion of integrative solutions in all conditions of this study. However, it is anticipated that the role reversal of women in the dominant condition will interfere with the synergy that seems to occur when there is only one woman in the group who also happens to be supervisor (e.g. Eskilson & Wiley, 1976 One important drawback of this approach to data collection was the absence of video-or audiotaping of the interaction or of trained observers who could code leader behavior. Consequently, it will not be possible to examine the actual interactions that transpired. We shall be confined to an analysis of the outcomes achieved and to self-reports of intentions, expectations, and behavior.
EXPERIMENTAL TREATMENT
Two different sets of instructions were used for the supervisor to create the two primary experimental conditions. In the considerate (sex-appropriate) condition, the supervisor was given performance data that explained that worker productivity would increase 20% if they stopped rotating jobs, and she was instructed to treat this as a problem to be discussed with her subordinates. In the dominant (sex-inappropriate) condition, the supervisor was given the same information but was instructed to announce the decision to stop rotation. She was provided with ideas she might use to &dquo;sell&dquo; the change to her subordinates (e.g., that they would be able to make more money).
Subordinates were given role instructions that highlighted the monotony of their jobs to ensure that they would be strongly committed to maintaining rotation and would play their roles strongly (e.g., Hoffman et al., 1962 Table 1 show that the subordinates perceived significant differences in the behavior of their supervisors by experimental condition. As hypothesized, women who were encouraged to engage in dominant behavior were described as less influential rather than more influential. Supervisors in the dominant condition were more likely than those in the considerate condition to be described as having given in to worker demands and less likely to be described as having made the decision themselves. Chapman, 1975; Offerman, 1984) . These studies found that as the number of male subordinates increased, the Least Preferred Co-worker scores of female managers declined. According to Fiedler, a low LPC score indicates a preference for a more directive, task-oriented approach. Thus it is possible that women are especially inclined to reverse roles when they deal with men, though the results from the study reported here suggest that this is exactly the wrong approach to take. Women who were instructed to take a considerate, problemsolving approach were more influential with male subordinates and much more positively received.
A second area in which women might benefit from training concerns participative leadership skills. This is suggested by the fact that women supervisors in this instance were rarely able to reach the more effective integrative solutions. This was true even though they had the advantage of being in mixed-sex groups. This is an important issue because our sex-role stereotypes lead us to believe that women have already mastered the skills that characterize the participative or democratic leadership style. Yet, in fact, recent reviews (Bartol & Martin, 1986; Catalyst, 1986; Dion, 1985; Hollander & Yoder, 1980; Morrison et al., 1987) Bass, 1985; Bennis & Nanus, 1985; Tichy & Devanna, 1987 
